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ABSTRACT 

This research reports on an atteapt to construct a 
brief questionnaire which could indicate the fitness of an applicant 
for a position as a deputy sheriff and predict soae of his/her 
probable on-the-job behaviors. The research presents: (1) a 
discussion of probleas involved in using an applicant's interview 
behavior to predict fitness for enployaent; (2) an overview of 
research literature suggesting variables pertinent to on-the-job 
perf or nance of lav enforceaent officers; (3) an application of these 
variables to the fitness of an applicant for the position of deputy 
sheriff; (4) a report of construction and testing of a neasure 
relating to the previously discussed behavior of an officer on the 
job; and (5) the projection for the next phase of this research which 
would apply revised "philosophy" items and a nore selective set of 
predictor variables. (Author/PC) 
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D. F. Gundersen 
Robert Hopper 
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Using a brief interview or testing situation to gain relevant information 
from an applicant for employment represents a persistent problem in organizational 
communication. The research to be reported here represents an attempt to construct 
a brief questionnaire which could indicate the fitness of an applicant for a 
position as a deputy sheriff, and predict certain of his probable on-the-job 
behaviors* 

The research is reported in the following phases: 

A. A discussion of problems involved in using an applicant's behavior 
during interviews to predict his fitness for employment. 

B. An overview of research literature suggesting variables pertinent to 
on-the-job performance of law enforcement officers* 

C. An application of these variables to the fitness of an applicant 
for the position of deputy sheriff. 

0* A report of construction and testing of a measure relating to the 

previously discussed behavior of an officer on the job. 
E. The projection of the next phase of this research. 



A. Problems in Employment Interviewing 

Employers are faced with a difficult task when positions must be filled. 
The employer, or his representative, must briefly and humanely attempt to assess 
the competence of particular applicants for the job without valid or efficient 
measures. The best way to determine the fitness of the applicant is to have 
him perform the job. This is at best impractical; so employers seek indicators 
of on-the-job performance through artificially structured measurement techniques 
within the job interview. 

In such cases the employer must be willing to trust the validity of his 
predictive measures, accept the burdon of training the employee, and be willing 
to replace him in the event that his work is sub-par. Additionally, the employer 
is responsible for ooping with the effeots of the employee's early mistakes. 
These problems make apparent the difficulty of the prospective employer's task, 
Re must find a way to measure fitness for a particular job, cutting through 
role-playing facades imposed by the job interview situation (Fear, 14-31)* 

In some occupations, hiring on lncompotent employee leads only to expense 
and inconvenience. In positions such as those in lav enforcement, however, 
hiring the wrong person presents dangers to the saf oty of the community, and 
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the safety of other offioers. In such situations it seems vise to determine 
vhether these exist readily moasurable variables which could be directly related 
to the competence of an applicant for the job. If seta of physical, attitudinnl, 
and demographic variables could be related to job performance, a brief paper and 
pencil questionnaire could be adminic tared to all potential recruits and an 
applicant's performance on such a measure could be used as an aid in the hiring 
decision* 



Recent years have seen considerable interest in research in law enforcement* 
One subset of this literature relates success or failure of an officer on his 
job to attitudinal, physical, and dciographic variables. Wilson suggests that 
lav enforcement employers should seel: out men who 

"can handle calmly challenges to their self-respect and manhood; 
are able to tolerate ambiguous situations; are able to accept 
responsibility for the consequences of their own actions; can 
understand and apply lc^al concepts in concrete situations 
(Whisonand, 1973: 9). n 

Some of the specific varioblos thought to be related to lav enforcement 
effectiveness are as follows: 

Height and Wei/rht . In a job frequently involved with physical encounters, 
many departments feel that an of floor should be aooewhat above average in size 
and stature. It has been suggested that the only sonner in which lav enforcement 
offioers differ from the general population is that thsy are larger than normal 
(Whisenand, 1973s 9). 

Age,. Younger applicants are seen as having potentially groator learning 
ability, longer employment capacity, and better health than older applicuits 
(Heidenhoffor, 1967: 180). 

Education : Better educated officers arc thought to bo more compassionate, 
maleable "to innovation and easier to train than the less veil educated mon 
(Wilson, 1969: 188). A convenient example of the equivocal findings on the 
desirability of young, better educated officers is available in observing the 
Los Angeles Police Department, which has a large percentage of college educated 
officers. It would be interesting to to3t whether their record is better than 
those departments which put lees enphaeio on education (Neidorhoffcr, 1967: 
179-181). 

Experi e nc e: The amount of '\:pcriom*e in law enforce/aont which an officer 
brings to his job is oitci; vi\z >u :;rj a MCv-uro o.;" hlc efficiency. Empirical 
evidence for this is equivocal f hi:.cjwn<i, 1?7j: 15). 

Training. All lav ci-.\j cedent ^or.cios require recruits to undergo some 
sort of tr^.inlnt' (either pr.-.vid.-'l bv the hiring a^on^y or jcatractod with 
another agency or oduc; ci ail JLa^fciluWmi), Tfco duration of tide training 
as well as the attitudoG titc nerulfci real woward the training arc thought to 
affoct the performance or tho ofi'lc-ir (Jhisennnd, '/73s 9-16). 
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Salary. One cannot overlook the effect of money on the job performance 
and satisfaction of lav enforcement officers* Applicants commonly know the 
pay scale for the positions they seek, and such information may be meaningful 
to their expectations and performance (Whisenand, 1973: 12). 

Attitudi"^ V ariables . It is difficult to discover a discussion of the 
problems associated with careers in lav enforcement which doesn't mention the 
persistent problem of anomie, the feeling of normlessneso which seems to 
accompany law enforcement jobs (Alex, 1969: 11 J Wilson. 1969: 44-45). The 
officer is daily confronted with situations for which there is not a truly 
"correct" answer* nor a "correct 11 course of notion. The offioer is nonetheless 
required to make a decision} solve the problem, or take some course of action* 
Added to this is the problem that the job is seen as a 24 hour a day trust* 
and the officer is expected to intercede as needod, even when off duty. This 
situation makes it difficult to carry on normal friendships and neighborhood 
relations* Anosde may be tied to other personality variables in the fashion 
that personality variables tend to cluster (Cronkhite, 1969: 130-134). It seems 
that anomie migfrt be found to be related to attitudinal variables nuch as in- 
tolerance to ambiguity, dogmatism, self-image and self •esteem, and f oolings of 
job prestige (Whisenand, 1973: 91 Rubinstein, 1973: 141). 

flaw Enforcement Philos ophy Variables. Whisenand states that applicants are 
usually subjected to tests which are (perhaps unjustifiably) taken as predictive 
of capacity to perform the role requirements of a police officer (Whisenand, 
1973: 9). There exists a clear need for screening instruments which will 
suggest relationships between paper and pencil tests and job effectiveness. It 
is difficult to measure the performance of an applicant when he knows nothing of 
how the job is done, but it is possible to measure his philosophy concerning 
broad concepts of role behavior. 

Given a description of a typical situation in law enforcement, in which 
there are several "correct" notions, the applicant could be askod to indicate 
hie preference among several alternatives* One might measure his propensity 
toward leniency in nonthreatening situations, his propensity to exact revenge 
in a threatening situation, and his reaction to a fellow offioer who exhibits 
symptoms of "defensive bravado" (Perry used this term to denote a coping 
behavior used by officers suffering from tho cynicism resulting from anomie 
^orry, 197S?). Such measures may be taken as an indication of tho capacity 
of an applicant to perform tho "role requirements" involved in working with 
a particular sheriff's office. 



C* Tho Office of Sheriff 

Tho previous discussion was drawn largely from research with municipal 
police forces. There are a number of other forms of law enforcement agencies 
which are loss studied, but equally important in tho lives of those who rely 
upon law enforcement. County Sheriffs ' Offices have been overlooked in much 
research, but these are the primary law enforcement agencies in every county 
of the nation. Sheriffs' offices trace their jurisdiction well back in English 
common law and remain the principle law enforcement agency in many segments of 
the nation (particularly in the Southwest). It is common that the sheriff is 
the only elected law enforcement official in any particular county. 
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It is the purpose of this research to prorido sheriffs with a questionnaire 
to aid in hiring deputies, Thouch there aro instruments in use testing applicants 
for law enforconent Jobs (Whieenond, 1973t 9), applicability to such settings is 
questionable, 

One unsettled issue in such research is dofining how effective job behavior 
and attitude can best be measured. Arrest records, disciplinary actions, ratings 
oy superior officers all seem to reflect narrow views of the term "effectiveness. * 
There is a probability that the off ootivenoss of a deputy is a situational 
concept, dependent on the congruence of the attitudes of the officer, those of 
the sheriff, and those of the community (Cleaver, 196Si 133-154). The amount 
of territory policed and the makeup of the constituent populace varies from 
office to office. There is no reason to believe that an/ particular physical- 
personality profile will yield an efficient deputy in every setting. Ifcther it 
is expected that varying types of profiles will be eff ectivo in varying settings. 

In this light, this rosearch proposes that the employer (sheriff) should be 

provided with indications of the type of "correct* behavior and attitvde a recruit 
feels he will exhibit in situations where there may bo several permissible 
alternatives. The sheriff, who must decide what type of lav enforcement he 
wishes to mete out in his county, can use this information in employment decisions. 

*>• Construction and Testing of foe C^ep^o^^g 

A prototype questionnaire was prepared on the basis of the foregoing 
discussion. The questionnaire was a pencil and paper instrument with items 
concerningi physical variables (height, weight, age)t demographies (education, 
experience, training, salary)! attitudinal variables (self-concept, self- 
esteem ^Robinson and Shaver, 1969: 100-1017, personal competence 28obinson and 
Shaver, 19691 102/, and intolerance to ambiguity ^Robinson end Shaver, 1969s 
321/1 and measures of law enforcement philosophy (situational paragraphs testing, . 
leniency, desire for revongo, defensive bravado). 

Obje cts and Proc edures . Subjects completing the questionnaire were 13 
deputies from the Sheriff's Offiee, Travis County, Texas. All were uniformed 
male field officers. 

Under conditions of strict confidentiality, the subjects filled out the 
previously described instrument. The data voro subjected to intereorrelatlon 
analysis, factor analysis, and regression analysis to diucovor rooltionships 
among the itoms. 

Results, Thooo data were first oubjectod to intereorrelatlon analysis. 
Some expected relationships are represented in this analysis. For example, 
height and woitfit wore related (.6?), ao wort a~o und e::porioncc (.46), self- 
estocm and porconal compotenco (.89), self -except and personal competence (.90), 
schooling and training (.43). There was a nopativo correlation between education 
and the "prentice 11 ratine ci tho doputy»s job (-.60). Thorc woro cniematic 
positive corrolations between height, intolerance to ambiguity (.69), and weight 
and intolerance to cunbicuity (.44). 
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Percent of Total 

X&AS&SS 

23 

20 



17 



TABLE 1 



Self-Image 



IT 

Size -Intolerance 



III 
Training -Pay 



Self-esteem 
Deputy Prestige 



Height 

Intoleranoe to 
Ambiguity 

Pay 

Training 



.89 
.87 



.89 
.84 



.82 
.77 



The leniency paragraph correlated negatively with height (-.59) and 
weight (-.48), while correlating pooltively with experience (.60). This 
leniency variable was negatively correlated with intolerance to ambiguity (-.61), 
to self-estoom (-.56) and to personal competence (-.54). 

The revenge paragraph correlated negatively with wolght (-.43) and 
training (-.46). Revenge correlated positively with self -concept (.37), 
intolerance to ambiguity (.32), and self-esteem (.36). 

The dofonsivo bravado paragraph correlated positively with height (.42), 
and weight (.43), and negatively with experience (-.47). 

Those data indicate that many of tho variables were meaningfully correlated 
to the philosophy paragraphs and further than they were related among themselves. 

When physical background and attitudlnal variables were subjected to 
factor analysis, three factors emerged. Variables were classified as part of 
a factor when their loadings with that "actor excoeded .75. Soo Table 1 for 
a listing of the variables in each factor. Factor I, accounting for over 25% 
of tho total variance, was thought to roprocent various aspects of the subject's 
fl Cjlff-ima/re . lector II (20TS of the variance) brought togethor the siae of the 
subject and his injqlorcjice to cuqbi£ui,i£. Factor III (17/ of the variance) 
represented sajjarjc raid J^ainin ;. 

Regression nodols wore constructed usinj solcctod varia'olos and the 
factors as predictors, and selected variables and the philosophy paragraphs 
as criteria. In theso ces~a souio variables oraorccd as reasonably accurate 
predictors. For instance, soli-concept was predicted by tho Personal Competence 
scale, the experience factor and tho ciso-intoleranco factor It =.93; F<.01. 
The self-esteem scalo \n.z prodiotad by tho Personal Conpctonco scalo, deputy 
prestige, and the siso-intolernnco factor (il 2 s.90; F<.01), Tho Personal 
Competence scalo waa prodicted by tho three factors (R*-«-.85j F««01). These 
findings roflect tho previously noted positive correlations among theso several 
variables. 

C 
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The major purpose of the regression analysis vas to establish predictors 
of the "philosophy measures. " Though the models using tho philosophy para- 
erajfas as criteria provide no statistically significant findings, the data 
suggest possible trends in prediction. The leniency paragraph, for instance, 
has an of .Z.1 using the size-intolerance factor and the self-image factor 
as predictors (F<.30). The revenge paragraph vas predicted by the self-image 
factor, the size-intolerance factor, and tho training-pay factor to tho following 
extent: Bra. 55 * F<.35. 

Wsgus^Lfis. The findings of these analyses provide some data potentially 
useful to sheriffs. If a sheriff feels that a measure of personal competence 
aids employment screening, correlational and factor data suggest that any of 
those used would prove adequate. Tho Personal Competence scale is recommended 
since it proved most related to other variables. 

The factor analysis revealed throe factors: 

Factor I, Self-Imago, describes how the applicant feels about himself 
and correlated positively (.59) with intolerance to ambiguity, which is a 
trait of questionable value in lav enf orcemont. Wilson argues that lav 
enforcement officers must be able to cope with constant ambiguity (Whisenand, 
1973: 9). 

Factor II, Size-Intolerance to Ambiguity, suggests that larger of floors 
are less tolerant to ambiguity. This conflicts with the conventional wisdom 
"Napoleon complex" which envisions small men compensating for their size with 
intolerance and aggressive behavior. There is some possibility that a larger 
officer Is more able to retain his Intolerance in a job in which physical size 
and strength are assets. It has previously been stated that law enforcement 
officers tend to be larger than the general populace. If large size is related 
to Intolerance to ambiguity among officers, the advisability of present practices 
which screen out small applicants Is questionable. 

Factor III, Training-Pay, indicates that deputies ere rewarded with more 
pay for additional training, which is encouraging. 

Regression analyses revealed no statistically significant predictions of 
the "philosophy" items by other \arlables. The lack of significance may have 
resulted from too few alternative answers to the paragraphs, or they may have 
been duo to small sample size. Somo nonsignificant predictions deserve 
discussion. Prediction or rosponjos on tho "leniency" item was highest for 
the size-intoleranco factor and the self-image factor (^=.^1; p<.3). Both 
the self-iaaje factor (-.35) and the si zo -intolerance factor (-.60) correlate 
negatively with the leniency item, weakly suggesting that tho most lenient 
officer is a small, tolerant nan with low self -esteem. 

The nonsignificant (iT»55; p<.35) prediction of responses on the "revenge" 
Item also deserves scrutiny. Tho factors correlated with tendency to exact 
revenge are as follows: self-image (M) t oi2o -intolerance (-.27;, and training- 
pay (-.38). Those ccrrolationc surest that the officer cost likely to act 
vengeful is the same man who vas nost lenient above, but vho is also likely to 
be less trained and poorly paid. 

Finally, it is interesting to noto that Factor I correlates positively 
with tho revonge item (.44), jot nogativoly with the lonioscy item (-.35). It 
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la probable that high self-image is associated with lack of leniency in a non- 
threatening situation and a tendency toward revenge in a threatening situation. 
The high self -image officer may Just be a "tough cop. " Future studies should 
provide measures to prevent possible confounding of "degree of physical threat" 
in a situation with the distinction between leniency and revenge. 



B. Suggestions for Further Study 

It is proposed that a second study be conducted, applying revised 
"philosophy" items and a more selective set of predictor variables. 

The three existing philosophy paragraphs could be shown to sheriffs, and 
they would be asked to construct similar paragraphs dealing with behaviors 
which they consider pertinent to job effectiveness. These same sheriffs could 
cite officers exemplary of these desired bohavlors and attitude sets, and these 
subjects could provide a check on the validity of the measure. A greater number 
of paragraphs would provide the greater latitude of potential job effectiveness 
measures. 

In light of the data previously cited, some variables could be deleted. 
One measure of self -concent seems sufficient; the self-esteem scale (Robinson 
and Shaver, 1969* 100-101) seems the best choice in the light of its greater 
predictive value. An additional measure of anode (Robinson and Shaver, 1969s 
202) would prove useful. 

The proposed instrument for the second study, to bo conducted using as 
wide a range of sheriffs and deputies as possible, would utilize measures of 
the following! age, height, weight, pay, education, training, experience. In 
addition, the study will gather information concerning deputy prestige, intolerance 
to ambiguity, self-esteem, anomiej and as many philosophy oriented paragraphs as 
can be validated against e^d sting exemplary responses to the ten variables will 
be factor analyzed and the factors used as predictors of response to the philosophy 
paragraphs. 

Data from the second stage of this research are now being gathered. As 
yet the subject N is too small for meaningful regression analysis. The results 
of the final analysis, an well a 3 copies of the second phase rese -rch instrument, 
will be available from tho -uitVrn upon request. 



OST Copy MAILABLE 



8 

REFERENCES 



Alex, Nicholas. Black In Bluet A foiyfr of tho Negro Po lingntm. New York: 
Appleton-Century-Crofts, 1969. *~" 

Cleaver, Eldridgo. So u3, on I ce. New York: Dell Publishing Company, 1968. 

Cronkhite, Gary. Porauasiont speech a nd Behav^ oj^ qhaqga, Indianapolis. 
Indiana* The Bobba-Morrill Company, Inc.," 1969. 

Pear, Richard A, Ihe_@raliiation Interview Predicting Job Performance in 
Businegg. I/ew York: McGraw-Hill Book Co., Inc., 1958. 

Ueiderhoffer, Arthur. Bj&dM the Shield t The Po^oa injirhan So ciety . 
Garden City, New York: Doubleday and Co. , 1967. * 

?my„ David. Department of GoveiTiment, The University of Texas. Personal 
Communication, 1973. 

Robinson, John P. and Shaver Phillip. Measures of Social Paychol ofrioal Attitudes . 
Ann Arbor, Michigan! Institute for Social Research, University of 
Michigan, 1969. 

Rubinstein, Jonathan. Clfcy P,o3, icc . New York: Farrar, Straus and CHLroux. 
1973. ' 

Whisenand, Paul M. "Police Career Development." S§jls.cte.d Joj^c^Digest. 

Wo. 3 J United States Department of Justice; JJa tioniTf Criminal Justice 
Reference Service. September, 1973. 

Wilson, James Q. Varieties of Police Ee haviqr. Cambridge, Mass.* Harvard 
University Press, 195?. 



